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Abstract

The research project is based on the different types of leadership styles that are present in the organizations.
Along with this, it has been observed that these leadership styles help improve the role and responsibility of the
leaders in the organizations’ internal sector. In this aspect, applying “Emotional Intelligence” can be helpful
for the development process of leadership. It also highlights the accurate description to justify the Research
Aims and Objectives. Along with this, in the Literature Review section, the different aspects of the leadership
approach, as well as Emotional Intelligence, are described. Moreover, the areas not covered in this research
project are described and detected as the Literature Gap.

The study deals with the importance of Artificial Intelligence (Al) in developing leadership skills. Leadership
plays an influential role in analyzing the performance levels of employees. The current situation of the
completion is making technological development, and it has been mandatory to accept the change. The in-depth
analysis has been done by using the Primary Quantitative Method with the involvement of 85 respondents.
Different concepts have been developed to know the consequences of using Artificial Intelligence (Al).
Leadership is directly linked with Artificial Intelligence (Al) development, defined or evaluated in the analysis.
SPSS is the software used in this study which has used different types of tests relevant to the study. It has been
developed with the help of proper concept studies.
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I Introduction
The research study mainly relies on the leadership styles usually developed in the internal sector of an
organization. These leadership styles require an improvement process that helps to improve the practices and
approaches made by the organization’s leaders(Kanesan & Fauzan, 2019). In this aspect, applying “emotional
intelligence” can be helpful for the development process of leadership(Mustafa et al., 2020). This research study
adequately describes the significant aims and objectives of the relevant topic.

Backgrounds

The leaders of a business organization provide different approaches to the organization, and these
approaches are mainly engaged in managing all the practices performed in a business organization. On the other
hand, “emotional intelligence” refers to the processes involved in improving different emotional characteristics
present in an individual (Specchiaet al., 2021). Therefore, with practical, emotional intelligence, the features
that need to be present among leaders can be improved.
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Figure 1.1: Parameters of “Emotional Intelligence” Test
(Source: Statista, 2023)

The above-developed Figure describes different parameters used to change the presence of different types of
emotional characteristics. Five other parameters are present in an “emotional intelligence” test. These five
parameters are vulnerable, emerging, functional, skilled, and expert.

Research Aims and Objectives

The main focus of the research project is to investigate the benefits of the implication of “emotional
intelligence” in improving the leadership development process. With the help of this achieving aim, the
researcher can improve the quality of the research project.

Hence, the significant research objective is mentioned below:

° To find out the applications of “emotional intelligence” in the different aspects of a business
organization.

° To analyze the different styles of leadership usually observed in the business organizations.

° To determine the process involved to develop leadership in an organization.

° To find out the involvement of “emotional intelligence” (El)in the leadership improvement process of

an organization.

Research Questions

The questions are mainly based on the types of objectives developed in a research project. Hence the research
questions are described in the below section:

RQ1: What are the applications of “emotional intelligence” in the different aspects of a business organization?
RQ2: How to analyze the different styles of leadership usually observed in business organizations?

RQ3: How to determine the process involved developing leadership in an organization?

RQ4: What is the involvement of emotional intelligence in the leadership style improvement process of an
organization?

Significance of the Research
The research study is focused mainly on the significance of the quality of the final outcomes derived from a
research project. This research project primarily focuses on the leadership development process performed in the
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business organisation's internal sectors. To improve the leadership style, the organization needs to incorporate
different characteristics that help the leaders become good leaders (Saputra&Mahaputra, 2022). The
organization can perform this process with the help of emotional intelligence.

Il.  Literature Review
Introduction
The organizational leaders are involved in performing different types of tasks in the internal sector of
the organization, and all these tasks are involved in improving the future of the business organization(Mulyana
et al., 2022). On the other hand, “emotional intelligence” is derived as the process that helps to detect the
presence of different emotional characteristics in an individual.

Application of Emotional Intelligence (EI)

El is used in order to perform the internal motivation that helps to reduce the chances of procrastination. Along
with this, it has been observed that “emotional intelligence” also helps self-confidence levels (Kanesan&Fauzan,
2019). Moreover, with the implication of emotional intelligence, an individual develops the capability to
improve focus on goals.

\--l

Figure 1.2: Application of Emotional Intelligence
(Source: Influenced by Mulyanaet al., 2022)

The above-mentioned figure sheds light on applying “emotional intelligence” tests to build the
potential management of different aspects. As per the opinion by Ahad et al., (2021), “emotional intelligence”
helps to develop self-awareness capability among individuals. Managing self-developed skills, “emotional
intelligence” also plays an influential role. In addition to that, it has been observed that “emotional intelligence”
is also involved in creating awareness of the responsibility which is needed for a business.Social management
also requires developing “emotional intelligence” among individuals (Mustafa et al., 2020). Theabove-discussed
aspects require anactive emotional intelligence maintenance.

Leadership Styles in an Organization

The term leadership style describes the particular way leaders follow to accomplish the objectives of a
business organization. As per the words by Kalkan et al., (2020), leaders can motivate the organization’s
employees with the help of a proper leadership style. Development of the goal and planning different actions for
achieving the goal also require the appropriate selection of the leadership style.
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Leadership Styles

Figure 1.3: Various Kinds of Leadership Styles Present in Organizations
(Source: Influenced by Abasilim, Gberevbie&Osibanjo, 2019)

The leadership style can be of seven different types, as shown in the above-stated Diagram. These

different types of leadership styles, which include “democratic, autocratic, laissez-faire, transformational,
transactional, bureaucratic, and servant leadership style”, play a significant role in the growth and
development of an organization (Abasilim, Gberevbie&Osibanjo, 2019). The democratic leadership style is
usually involved in developing the decision-making capability among the leaders. This democratic leadership
style also provides different types of opportunities for the leaders to give a direction to the workers to manage
the work-life balance.
As per the view of Sunarsi et al., (2020), autocratic leadership is involved in providing approaches that are
opposite to the democratic “leadership style”. The autocratic “leadership style” mainly focuses on holding
authority in an organization. In other words, the laissez-faire leadership style is also called the passive approach
to leadership. Transformational leadership helps to develop the capability of transforming the leaders’ skills as
per the requirement of the situation. Because of that, transformational leadership is considered one of the most
potent leadership styles compared to other leadership styles (Akanji et al., 2020). A transactional leadership
style is suitable for handling short-term changes in the internal sector of the organization.

Leadership Development Process

Leadership development is the process that expands the leaders' capability to perform leadership roles
in the organization. To develop leadership skills, the organization needs to create different strategies, and as per
the strategies, the organization also needs to plan other actions (Ichsan et al., 2021). All these strategies and
activities help to improve the capability of the leaders. With an improved capacity, leaders can manage the work
culture in a better way.

DOI: 10.9790/487X-2503040117 www.iosrjournals.org 4| Page



C3-Confidential

Analysis of the Use of “Emotional Intelligence” For Improving Leadership Development

Figure 1.4: Leadership Development Process
(Source: Influenced by Syakuret al., 2020)

From the above Figure, seven different kinds of steps are present in the leadership development
process. These seven steps are identification of the perceived requirements, identification of the current state of
the leaders, analyze the gaps present in the selected leadership style, design of new skills for the leaders,
development of a proper leadership style, implement the leadership style in the organization and the last
measure the growth in the capability of the leaders in an organization (Huertas-Valdivia, Gallego-
Burin&Lloréns-Montes, 2019). All these steps help to improve the performance of the leaders, and as a result,
leaders can perform the strategy development process and alignment building process in a better way. These
capabilities also help accelerate the organisation's further growth at a higher rate.

Effect of “Emotional Intelligence” in the Leadership Improvement Process in an Organization

"Emotional intelligence" refers to the process used to check an individual's ability to control different
types of emotional feelings. Therefore, with the help of the "emotional intelligence"” test, the organization can
judge the leader's capability to handle any situation that occurs in the organization's internal sector (MacCann et
al., 2020). Additionally, the leaders' capacity to control their emotional aspects in the work sector is also
estimated with the help of emotional intelligence.
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Emotional Intelligence and Leadership
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Figure 1.5: Effect of “Emotional Intelligence” in the Leadership Improvement Process
(Source: Influenced by Guterresa, Armanu&Rofiaty, 2020)

The above-shown Diagram describes the results after performing the "emotional intelligence" test to
find out the strength and weaknesses of the leaders. The presence of high-level "emotional intelligence"
indicates that the leaders can develop a stress-free work culture in the internal sector of the organization
(O'Connor et al., 2019). On the other hand, the presence of a low level of "emotional intelligence" detects the
poor quality communication capability of the leaders. With the help of high-level emotional intelligence, the
leaders develop the capacity to inspire and motivate the other workers of the organization. According to
Kanesan&Fauzan (2019), the presence of impulsive nature and an inability to handle stressful nature indicates a
reduced level of "emotional intelligence” among the leaders of an organization. A supporting character among
the leaders is developed due to high emotional intelligence.

Literature Gap

In this research project, different aspects present in the leadership approaches of various organizations
are discussed. Along with this, plans used to develop the leadership approaches are also described with the help
of this research project. Apart from this, the skills present in leadership and those that need to be present in all
leaders are not described in this research project (Fries, Kammerlander&Leitterstorf, 2021). Along with this, the
leaders' roles in managing the business organizations need to be properly described in this section. The
researcher needed more data and information to describe the above-stated areas accurately. These areas mainly
refer as the literature gap of this research project.

Theoretical Framework
Likert’s Behavioral Theory of Leadership

According to Likert's Behavioral Theory of Leadership, effectiveness in the performance of
organizations is based on the leadership and its success provided by individuals in the managerial post of that
organization (Fries, Kammerlander&Leitterstorf, 2021). Along with this, leaders of an organization are also
responsible for performing different tasks and developing different strategies. These strategies then help plan
actions that support achieve the organization's business goals.
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Figure 1.6: Likert’s Behavioral Theory of Leadership
(Source: Influenced by Purwantoet al., 2020)

According to the above Diagram, effective leadership depends on these four basic styles. These four
basic styles are Explorative Authoritative, Benevolent Authoritative, Consultative, and Participative
(Purwanto et al., 2020). The Explorative Leadership Style majorly considers the improvement of the rate of
productivity of a firm. Alternatively, the Benevolent "Authoritative Leadership Style" focuses on developing
proper relations with the organization's employees. Consultative Leadership Styles encourage employees to
make the right decisions to improve their and the organization's future (Elkhwesky et al., 2022). The last
category is the Democratic Leadership Style, which involves developing an open communication system in the
organization. As a result, it helps to facilitate the organisation's work culture.

I1l.  Conclusion
Thus, the research project mainly focuses on the leadership styles in a business organization. Along
with this, it has been observed that the organization needs to incorporate different soft skills among the
leadership to improve and develop the leadership approaches. In order to perform the leadership improvement
process, the organizations incorporate the "emotional intelligence™ process. The last category is the Democratic
Leadership Style, which involves developing an open communication system in the organization. As a result, it
helps to facilitate the organization's work culture.

IV.  Methodology

The Primary Quantitative Method has been implemented in this study to explore the facets of
“emotional intelligence” and its requirement in leadership development programs. As stated by Mishra &Alok
(2022), the Primary Quantitative Method is vital to help gather the proper analysis of the research topic. In other
words, the Quantitative Method uses statistical tools and offers numerical information, thereby; the probability
of obtaining accurate data analysis increases. Following its utility, most studies apply the Primary Quantitative
Method wherein a survey procedure is conducted. Surveys are ascertained to be critical since it helps in
collecting a range of data set which is relevant to the study. According to the findings of Patel & Patel (2019),
information is obtained primarily from the target samples that have been adequately retrieved from a large set of
populations with a specific understanding of the research study. Accordingly, a Questionnaire set is developed
comprising ten questions, and 85 responses are collected.

Furthermore, the data analysis segment is executed through the help of SPSS, a statistical tool that has
remarkable contributions to research studies (Greening, 2019). Therefore, under SPSS analysis, a series of tests
are conducted, such as descriptive statistics, reliability, validity, multiple regressions and correlations.

V.  Data Analysis
Demographic
The demographic analysis holds immense importance, given that data collection is significant to understand the
impact of survey responses (Gaciu, 2020; Al-Ababneh, 2020). The demographic details include gender, age
group and experience level of the participants.
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Gender
What is your gender?
Frequency | Percent | Valid Percent Cumulative

Percent
Female 44 51.8 51.8 51.8
valid Male 26 30.6 30.6 82.4
Prefer not to say 15 17.6 17.6 100.0

Total 85 100.0 100.0

Table 4.1: Gender
(Source: SPSS)

The Table above shows the frequencies of gender whereby the first alternative is male, the second
alternative is female, and the third alternative belongs to the category of prefer not to say. The frequency values
help one to measure the number of responses obtained from the concerned category (Barrientos-Béezet al.,
2022). Accordingly, the frequency for the first, second and third options are 26, 44 and 15, respectively.

What is your gender?

BEremale
Emale
Oerefer not to say

Figure 4.1: Gender
(Source: SPSS)

The precedent Figure gives a graphical representation of the percentages of demographic information.
According to the arguments of Perera, Nayak& Nguyen (2022), through SPSS analysis, graphical figures are
obtained. In compliance with this, it helps to view the percentages related to survey responses and assess their
impact. Hence, for the first alternative, the approximate responses are 30.59%, whereas the second alternative
showcases about 51.76% of responses. The option, prefer not to say, has recorded 17.65% of survey responses.
Thus, the female category is the highest percentage of participants.
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Age
What is your age group?

[Frequency  [Percent \VValid Percent  |Cumulative
Percent
Above 50 years 10 11.8 11.8 11.8
Between 25 to 30 years 11 12.9 12.9 24.7
Valid Between 31to45years |25 29.4 29.4 54.1
Between 46 to 50 years |39 45.9 45.9 100.0
Total I85 100.0 100.0

Table 4.2: Age Group

(Source: SPSS)

From the above mentioned Table, the percentages and frequencies of the chosen participants are
observed. The demographic details related to the age group are valuable for a study since it shows a varying
range of responses (Lo, Rey-Marti&Botella-Carrubi, 2020; Chatterjee, 2021). Regarding the age group, the first
option is between 25 to 30 years, the second option is between 31 to 45 years, the third option is between 46 to
50 years, and the fourth option showcases above 50 years. Concerning this, the frequency of the respective

categories is 11, 25, 39 and 10.

What is your age group?

B Above 50 years
B Between 25 to 30 years
[ Between 31 to 45 years
B Between 46 to 50 years

Figure 4.2: Age Group

(Source: SPSS)

The precedent Figure gives a graphical representation of the percentages of survey participants wherein
85 responses are collected. Following the comments of Noble, Scheinost& Constable (2019), it is witnessed that
information relating to age group plays a pivotal role in obtaining a detailed data analysis. Therefore, Figure 4.2
helps to ascertain the response percentages concerning the different age groups of the target audience. The
approximate response for the first alternative is 12.94%, whereas the second alternative showcases about
29.41% of responses. On the other hand, about 45.88% and 11.76% of survey responses are recorded for the

third and fourth options sequentially.
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Experience Level

What is your level of organisational experience?

Frequency [Percent Valid Percent  |Cumulative
Percent
Above 5 years 29 34.1 34.1 34.1
\alid Between 1-2 years 16 18.8 18.8 52.9
Between 3-5 years 40 47.1 47.1 100.0
Total 85 100.0 100.0

Table 4.3: Level of Organisational Experience

(Source: SPSS)

The Table above shows the selected participants' organisational experience frequencies. It is seen that
the first segment is between 1 to 2 years, the second segment is between 3 to 5 years, and the third segment is
above five years. Following this, the frequency observed for the first, second and third options is 16, 40 and 29.
Therefore, the highest frequency is recorded from participants with organisational experience between 3 to 5

years.

What is your level of organisational experience?

B Above 5 years
B Between 1-2 years
O Between 3-5 years

Figure 4.3: Level of Organisational Experience

(Source: SPSS)

From the above-given Figure, the demographic details of the organisational experience are presented in
a graphical form. As Wang et al., (2019) pointed out, including SPSS software enables the study to receive
statistical information. This statistical information is crucial for viewing the participant's percentages relating to
survey responses and, thus, critically analysing the impact of their responses. Accordingly, the first section of
participants recorded approximately 18.82% of responses, and the second and third sections recorded 47.06%

and 34.12% of responses, respectively.
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Descriptive Analysis

However, descriptive statistics are typically found in most statistical analyses; SPSS software
showcases certain specific utilities. As opined by Berditchevskaia, Maliaraki&Stathoulopoulos (2022),
including descriptive analysis aids in attaining an overall summary of the statistical data set. Speaking in light of
numerical details, the focus of the descriptive test is linked with providing a comprehensive and summarised
version of the central tendency such as mean, median, mode and many more. As observed in the study of Egbert
& Staples (2019), there are two major purposes of descriptive statistics; it offers basic information regarding the
items in the collected data set and helps study the relationship between the observed variables. In addition, it is
seen that descriptive statistics provide details related to measures of dispersion, namely, skewness, range,
variance, standard deviation and several others.

Descriptive Statistics

IN Range [MinimumMaximum{Sum  [Mean [Std. VVariancelSkewness  |Kurtosis
Deviation
Statistic|Statistic|Statistic [Statistic |Statistic|Statistic|Statistic [Statistic |Statistic|Std. [Statistic[Std.
Error Error

v 35 12.00 [3.00 15.00 626.00 [7.3647 (3.34467 (11.187 |[829 |261[.160 |517
IDV 35 16.00 4.00 20.00 808.00 [9.5059 [4.40136 [19.372 [959 |261]106 |517
\Valid N85
(list-wise)

Table 4.4: Descriptive Test
(Source: SPSS)

Table 4.4 represents the descriptive statistics obtained from the SPSS tool. The mean value displays the
average of the whole data set, whereas the standard deviation is accountable for ascertaining the entire spread of
the collected data. According to Mishra et al.,'s (2019) observations, the probability of normal distribution is
witnessed by observing the spread of data, thereby; the value of standard deviation is significant for data
analysis. The Table above shows the mean and standard deviation values as 7.3647 and 3.34467 for the
independent variable. The skewness's positive sign exhibits the data’s tail to be longer and falls on the right side,
whereas the negative sign of the kurtosis represents the distribution to be flat.

Reliability Test

In order to understand the features of the measurement scales and the related items of that scale, the
prospect of reliability analysis comes to the forefront. Through applying the reliability test, one can measure the
extent of commonly utilised methods to receive scale reliability (Noble, Scheinost& Constable, 2019;
Hesamian& Akbari, 2020). Moreover, the reliability analysis process is crucial to extensively study the
association between the individual items presented in the scale.

Reliability Statistics

Cronbach's Alpha|Cronbach's AlphalN of Items
based on
Standardized
Items

.848 .866 2

Table 4.5: Reliability Test
(Source: SPSS)

Table 4.5 sheds light on the values of the Reliability Test obtained with the help of Cronbach’s Alpha
Model. This model is responsible for displaying the consistency internally of the items, which is related to the
inter-item connection. Furthermore, the reliable score above 0.8 makes the data set highly reliable; therefore,
.866 states that the data is exceptionally reliable.

Validity Test

The validity test is of utmost significance, considering its utility in highlighting the accuracy of the method
required to measure the data set. As stated by Tarman&Kilinc (2022), it can be ascertained that a higher validity
ensures the results correlate to actual factors and properties in terms of their application in the physical world. In
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addition, there is an exclusive correlation between reliability and validity because higher reliability inherently
indicates that the data set is valid.

KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .500
Approx. Chi-Square 72.194
Bartlett's Test of Sphericity df 1
Sig. .000

Table 4.6: Validity Test
(Source: SPSS)
The precedent Table provides the values of the validity test, executed with the assistance of the KMO Bartlett's
Test—the Approx. The chi-Square value showcases 72.194, which indicates the data set is valid. The
significance value is ascertained to be .000. Moreover, Bartlett's sphericity test assesses whether the gathered
data falls under a random sample.

Multiple Regressions

The implication of multiple regressions is valuable since it helps estimate the connection between the
observed variables. As per the observations of Weisburdet al., (2022), multiple regressions are comprehensive
statistical techniques implemented to explore the underlying association between one dependent variable and
several other independent items. One of the driving forces of multiple regressions is obtaining the values of
independent variables, which in turn enable one to signify the value of the dependent variable.

Model Summary
Model Summary”®

[Model |R R Adjusted R|Std.  ErrorfChange Statistics Durbin-
Square [Square of thelR  SquarelF df1 df2 Sig. FlWatson
Estimate |Change  [Change Change
1 .764* 1583 578 2.85869 .583 116.123 |1 83 .000 1.535

Table 4.7: Model Summary
(Source: SPSS)
Table 4.7 offers a detailed analysis of the model summary, an inherent component of multiple regressions. In the
case of the model summary, R square and Adjusted R square value are investigated, which is observed to be
.583 and .578, respectively.

ANOVA
ANOVA?
Model Sum of Squares |df Mean Square  |F Sig.
Regression 948.964 1 948.964 116.123  [000°
1 Residual 678.283 33 8.172
Total 1627.247 84

Table 4.8: ANOVA
(Source: SPSS)

ANOVA stands for analysis of variance, a statistical formula that aids in studying and contrasting the values of
variances in terms of the data set's average. Furthermore, it shows a variety of circumstances that can highlight
any significant disparity between the concerned groups (Neamat& Hassan, 2021; Jin, 2021). About the ANOVA
test, the value of the F statistic is said to be vital; accordingly, it is noticed to be 116.123.

Coefficients
Coefficients®

[Model Unstandardized Coefficients  [Standardized t Sig.
Coefficients
|B Std. Error Beta
1 (Constant)  ]2.105 754 2.793 .006
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[ \Y% J1.005 093 |.764 [10.776  ].000 |

Table 4.9: Coefficients
(Source: SPSS)

The Table mentioned earlier gives a detailed view of the coefficient tests conducted under multiple
regressions. As Turhan (2020) argued, the proximity of data in a scatter plot fall is noticed by analysing the
coefficient value. In other words, the nature of data observed in a scatter plot falls in terms of a straight line and
is evaluated through the statistical tool of coefficient. Thereby, the beta value of the coefficients exhibits .764,
and the significance value is .000.

Correlations
Correlations

v DV
Pearson Correlation |1 764"
v Sig. (2-tailed) .000
N 85 , 85
Pearson Correlation 764 1
DV Sig. (2-tailed) .000
N 85 85

Table 4.10: Correlations
(Source: SPSS)

The Pearson Test is conducted to investigate the correlation values of the observed variables. It is seen
that the statistical role of utilising a Pearson Correlation Test is connected with understanding the correlation
between two consistent variables (Waldmann, 2019; Baaket al., 2020). Therefore, Pearson's Correlation is
essential in indicating the relationship and association between the chosen variables' magnitudes and detecting
their direction. In compliance, the significance value is at .000 for both variables.

VI.  Conclusion

Thus, it can be said that "emotional intelligence” and its implementation of leadership programs are
correlated, which is instrumental in encouraging employees. Employees are an effective tool to attain intensive
growth of organisational functioning, and leaders are equally vital to direct the course of workers and instil
motivation. Following the earlier discussion, it has been seen that "emotional intelligence" is actively involved
in all spectrums of individuals' personal and professional lives. The basis of self-awareness and self-regulation
stems from the notion of "emotional intelligence”, which paves the pathway for individuals to have a grip over
their emotional front and critically view their surroundings.

Regarding emotional intelligence, the present workplace conditions have exceedingly benefited,
considering its association with empathetic values possessed by workers. The corporate and business society has
been dealing with numerous scenarios that reduce workers' motivation and diminish their self-efficacy and
efficiency. However, workers with great "emotional intelligence™ are observed to handle difficult situations and
are prone to adapt quickly to the changing business environment.

In compliance with the study, it has been seen that "emotional intelligence" can help sustain workplace
conditions and business environments in the long run. Furthermore, the research study highlights the association
between "emotional intelligence” and leadership development programs. In the precedent segments of this
study, one of the core fundamentals of leadership is linked with leaders' ability to encourage and motivate their
subordinates. In other words, the leader has an influential impact in altering employees' engagement levels and
induces better creativity and innovative skills. Therefore, using "emotional intelligence" as a tool to implement
leadership programs is viewed critically. The base of leadership programs outlines the necessity for leaders to
impose self-management, recognise their ability to control emotions and impose a positive outlook on the team
members. The notion of a positive outlook directly corresponds with inducing better trust among workers. It, in
turn, aids the leader in directing the events occurring during organisational functioning.

Moreover, the Primary Quantitative Method has been implemented in this study—one of the most
commonly applied research methodologies. The practice of the Primary Quantitative Method is obtained
through the execution of the survey process. A Questionnaire design is constructed in the survey process since
survey responses must be collected from the research population(Waldmann, 2019). It is seen that the research
population needs to be relevant to the study, and thereby, the target sample is achieved. Accordingly, the study
has utilised the survey procedure to collect data from 85 respondents, and a complete set of 10 questions has
been constructed.
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Followed by the data collection method, the prospect of data analysis comes to the forefront. In order to
interpret the gathered information and denote its accuracy and consistency, the study has deployed the SPSS
software. Hence, SPSS analysis helps in data analysis whereby several tests have been conducted, such as
descriptive statistics, multiple regressions, correlation, reliability and validity.

References
[1]. Abasilim, U. D., Gberevbie, D. E., &Osibanjo, O. A. (2019). Leadership styles and employees’ commitment: Empirical evidence
from Nigeria. Sage Open, 9(3), 2158244019866287. Retrieved from:

https://journals.sagepub.com/doi/pdf/10.1177/2158244019866287 [Retrieved on: 14" February, 2023]

[2]. Ahad, R., Mustafa, M. Z., Mohamad, S., Abdullah, N. H. S., &Nordin, M. N. (2021). Work attitude, organizational commitment
and “emotional intelligence” of Malaysian vocational college teachers. Journal of Technical Education and Training, 13(1), 15-21.

[3]. Akanji, B., Mordi, C., ltuma, A., Adisa, T. A., &Ajonbadi, H. (2020). The influence of organisational culture on leadership style in
higher education institutions. Personnel Review, 49(3), 709-732. Retrieved from:
http://repository.elizadeuniversity.edu.ng:8080/jspui/bitstream/20.500.12398/808/1/The%20Influence%200f%200rganisational %20
Culture%200n%20Leadership%20Style.pdf [Retrieved on: 14" February, 2023]

[4]. Al-Ababneh, M. M. (2020). Linking ontology, epistemology and research methodology. Science & Philosophy, 8(1), 75-91.
Retrieved on 15" February 2023 from: https://papers.ssrn.com/sol3/papers.cfm?abstract_id=3708935

[5]- Baak, M., Koopman, R., Snoek, H., &Klous, S. (2020). A new correlation coefficient between categorical, ordinal and interval
variables with Pearson characteristics. Computational Statistics & Data Analysis, 152, 107043. Retrieved on 15" February 2023
from: https://www.sciencedirect.com/science/article/pii/S0167947320301341

[6]. Barrientos-Béez, A., Martinez-Gonzélez, J. A., Garcia-Rodriguez, F. J., & Gémez-Galan, J. (2022). Entrepreneurial competence
perceived by university students: Quantitative and descriptive analysis. Journal of International Studies, 15(2). Retrieved on 15"
February 2023 from: https://www.jois.eu/files/3_1182_Barrientos-Baez%20et%20al.pdf

[7]. Berditchevskaia, A., Maliaraki, E., &Stathoulopoulos, K. (2022). A descriptive analysis of collective intelligence publications since
2000, and the emerging influence of artificial intelligence. Collective Intelligence, 1(1), 26339137221107924. Retrieved on 15"
February 2023 from: https:/journals.sagepub.com/doi/pdf/10.1177/26339137221107924

[8]. Chatterjee, S. (2021). A new coefficient of correlation. Journal of the American Statistical Association, 116(536), 2009-2022.
Retrieved on 15" February 2023 from: https://www.tandfonline.com/doi/abs/10.1080/01621459.2020.1758115

[9]. Egbert, J., & Staples, S. (2019). Doing multi-dimensional analysis in SPSS, SAS, and R. Multi-dimensional analysis: Research
methods and current issues, 125. Retrieved on 15" February 2023 from:
https://books.google.com/books?hl=en&Ir=&id=19iEDWAAQBAJ&oi=fnd&pg=PA125&dg=spss+analysis&ots=jj9zRy2S7L &sig
=86qwwhOr2XqDb4e0qOuxEf2jEEwW

[10].  Elkhwesky, Z., Salem, I. E., Ramkissoon, H., &Castafieda-Garcia, J. A. (2022). A systematic and critical review of leadership styles
in contemporary hospitality: a roadmap and a call for future research. International Journal of Contemporary Hospitality
Management. Retrieved from: http://m.growingscience.com/msl/\ol10/msl_2019_376.pdf [Retrieved on: 14™ February, 2023]

[11].  Fries, A., Kammerlander, N., &Leitterstorf, M. (2021). Leadership styles and leadership behaviors in family firms: A systematic
literature review. Journal of Family Business Strategy, 12(1), 100374. Retrieved from:
https://www.researchgate.net/profile/Masduki-

Asbari/publication/339800591_EFFECT_OF TRANSFORMATIONAL_AND_TRANSACTIONAL_LEADERSHIP_STYLE_ON
_PUBLIC_HEALTH_CENTRE_PERFORMANCE/links/5f0fbdbd45851512999e50e6/EFFECT-OF-TRANSFORMATIONAL-
AND-TRANSACTIONAL-LEADERSHIP-STYLE-ON-PUBLIC-HEALTH-CENTRE-PERFORMANCE.pdf [Retrieved on: 14"
February, 2023]

[12]. Gaciu, N. (2020). Understanding quantitative data in educational research. Understanding Quantitative Data in Educational
Research, 1-376. Retrieved on 15" February 2023 from:
https://www.torrossa.com/gs/resourceProxy?an=5018903&publisher=FZ7200

[13].  Greening, N. (2019). Phenomenological research methodology. Scientific Research Journal, 7(5), 88-92. Retrieved on 15™ February
2023 from: https://www.researchgate.net/profile/Neville-
Greening/publication/337106850_Phenomenological_Research_Methodology/links/620f3cefeb735c508add7902/Phenomenological
-Research-Methodology.pdf

[14]. Guterresa, L. F. D. C., Armanu, A., &Rofiaty, R. (2020). The role of work motivation as a mediator on the influence of education-
training and leadership style on employee performance. Management Science Letters, 10(7), 1497-1504. Retrieved from:
https://www.emerald.com/insight/content/doi/10.1108/EJIM-11-2019-0339/full/html [Retrieved on: 14" February, 2023]

[15]. Hesamian, G., & Akbari, M. G. (2020). A robust varying coefficient approach to fuzzy multiple regression model. Journal of
Computational and  Applied  Mathematics, 371, 112704. Retrieved on 15"  February 2023  from:
https://www.sciencedirect.com/science/article/pii/S0377042719307095

[16].  Huertas-Valdivia, I., Gallego-Burin, A. R., &Lloréns-Montes, F. J. (2019). Effects of different leadership styles on hospitality
workers. Tourism management, 71, 402-420. Retrieved from:
https://burjcdigital.urjc.es/bitstream/handle/10115/19454/Zenodo_Huertas%202019%20Effects%20leadership%20TO%20MAN.pd
f2sequence=1&isAllowed=y [Retrieved on: 14" February, 2023]

[17]. Ichsan, R. N., Nasution, L., Sinaga, S., & Marwan, D. (2021). The influence of leadership styles, organizational changes on
employee performance with an environment work as an intervening variable at pt. Bank sumutbinjai branch. Journal of
Contemporary Issues in Business and Government, 27(2). Retrieved from:
http://repository.darmaagung.ac.id/id/eprint/112/1/The%20Influence%200f%20L eadership%20Styles%20CIBG_Volume%2027_ls
sue%?202_Pages¥620258-264.pdf [Retrieved on: 14" February, 2023]

[18].  Jin, H. (2021). Hello again, ANOVA: Rethinking ANOVA in the context of confirmatory data analysis. Retrieved on 15" February
2023 from: https://psyarxiv.com/yhmzg/download?format=pdf

[19]. Kalkan, U., AltinayAksal, F., AltinayGazi, Z., Atasoy, R., &Dagli, G. (2020). The relationship between school administrators’
leadership styles, school culture, and organizational image. Sage Open, 10(1), 2158244020902081. Retrieved from:
http://ejournal.polbeng.ac.id/index.php/IBP/article/download/1213/563 [Retrieved on: 14" February, 2023]

[20]. Kanesan, P., &Fauzan, N. (2019). Models of emotional intelligence: A review. e-Bangi, 16, 1-9.

[21]. Lo, F. Y., Rey-Marti, A., &Botella-Carrubi, D. (2020). Research methods in business: Quantitative and qualitative comparative
analysis.  Journal of Business Research, 115, 221-224. Retrieved on 15"  February 2023  from:
https://www.sciencedirect.com/science/article/pii/S0148296320302964

DOI: 10.9790/487X-2503040117 www.iosrjournals.org 14 | Page



C3-Confidential

Analysis of the Use of “Emotional Intelligence” For Improving Leadership Development

[22]. MacCann, C., Jiang, Y., Brown, L. E., Double, K. S., Bucich, M., &Minbashian, A. (2020). “emotional intelligence” predicts
academic performance: A meta-analysis. Psychological bulletin, 146(2), 150.

[23]. Mishra, P., Pandey, C. M., Singh, U., Gupta, A., Sahu, C., &Keshri, A. (2019). Descriptive statistics and normality tests for
statistical data. Annals of cardiac anaesthesia, 22(1), 67. Retrieved on 15" February 2023 from:
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC6350423/

[24]. Mishra, S. B., &Alok, S. (2022). Handbook of research methodology. Retrieved on 15" February 2023 from:
https://www.nkrgacw.org/nkr%20econtent/nutrition%20and%20dietetics/PG/11.M.Sc%20N&D/BookResearchMethodology. pdf

[25]. Mulyana, A., Ridaryanthi, M., Faridah, S., Umarella, F. H., &Endri, E. (2022). Socio-emotional leadership style as implementation
of situational leadership communication in the face of radical change. management. Retrieved from:
https://www.researchgate.net/profile/Endri-Endri/publication/360404776_Socio-
Emotional_Leadership_Style_as_Implementation_of_Situational_Leadership_Communication_in_the_Face_of Radical_Change/lin
ks/63437¢252752e45ef6a78a9b/Socio-Emotional-Leadership-Style-as-Implementation-of-Situational-Leadership-Communication-
in-the-Face-of-Radical-Change.pdf [Retrieved on: 14" February, 2023]

[26]. Mustafa, M. Z. B., Nordin, M. B., Razzag, A. R. B. A., & bin Ibrahim, B. (2020). Vocational College Teachers In Malaysia:
Emotional Intelligence. PalArch's Journal of Archaeology of Egypt/Egyptology, 17(9), 5099-5106.

[27]. Neamat, S., & Hassan, M. (2021). A Review on Using ANOVA and RSM Modelling in The Glass Powder Replacement of The
Concrete Ingredients. Journal of Applied Science and Technology Trends, 2(02), 72-77. Retrieved on 15" February 2023 from:
https://jastt.org/index.php/jasttpath/article/download/103/29

[28]. Noble, S., Scheinost, D., & Constable, R. T. (2019). A decade of test-retest reliability of functional connectivity: A systematic
review and  meta-analysis.  Neuroimage, 203, 116157. Retrieved on 15"  February 2023  from:
https://www.sciencedirect.com/science/article/pii/S1053811919307487

[29]. O'Connor, P. J.,, Hill, A.,, Kaya, M., & Martin, B. (2019). The measurement of emotional intelligence: A critical review of the
literature and recommendations for researchers and practitioners. Frontiers in psychology, 10, 1116.

[30]. Patel, M., & Patel, N. (2019). Exploring Research Methodology. International Journal of Research and Review, 6(3), 48-55.
Retrieved on 15" February 2023 from: https://www.academia.edu/download/63543152/IJRR001120200605-115829-bxIrli.pdf

[31]. Perera, C. H., Nayak, R., & Nguyen, L. V. T. (2022). Quantitative Data Presentation and Analysis: Descriptive Analysis. In Social
Media Marketing and Customer-Based Brand Equity for Higher Educational Institutions: Case of Vietnam and Sri Lanka (pp. 169-
186). Singapore: Springer Nature Singapore. Retrieved on 15™ February 2023 from: https:/link.springer.com/chapter/10.1007/978-
981-19-5017-9_5

[32]. Purwanto, A., Bernarto, I., Asbari, M., Wijayanti, L. M., & Hyun, C. C. (2020). Effect of transformational and transactional
leadership style on public health centre performance. Journal of Research in Business, Economics, and Education, 2(1).. Retrieved
from: https://www.emerald.com/insight/content/doi/10.1108/1IJCHM-09-2021-
1128/full/html?fbclid=IwAR2Wvxvy8YuGhO9ZpNUw7-
GDRiWd8SSGJI3MfR1z6LO2TcfAF3IOV61M6Vu0&utm_source=TrendMD&utm_medium=cpc&utm_campaign=International_J
ournal_of _Contemporary_Hospitality_Management_TrendMD_1&WT.mc_id=Emerald_TrendMD_1 [Retrieved on: 14" February,
2023]

[33]. Saputra, F., &Mahaputra, M. R. (2022). Effect of job satisfaction, employee loyalty and employee commitment on leadership style
(human resource literature study). Dinasti International Journal of Management Science, 3(4), 762-772. Retrieved from:
https://www.sciencedirect.com/science/article/pii/S1877858520301017 [Retrieved on: 14™ February, 2023]

[34].  Specchia, M. L., Cozzolino, M. R., Carini, E., Di Pilla, A., Galletti, C., Ricciardi, W., &Damiani, G. (2021). Leadership styles and
nurses’ job satisfaction. Results of a systematic review. International journal of environmental research and public health, 18(4),
1552. Retrieved from: https:/dinastipub.org/D1IMS/article/download/1324/923 [Retrieved on: 14" February, 2023]

[35].  Statista 2023. Share of organizations conducting training in “emotional intelligence” worldwide in 2019, by country and type
Retrieved  from:  https://www.statista.com/statistics/1074220/share-organizations-conducting-emotional-intelligence-training-
worldwide-country-type/[Retrieved on: 14" February, 2023]

[36].  Sunarsi, D., Rohaeni, N., Wulansari, R., Andriani, J., Muslimat, A., Rialmi, Z., ... &Fahlevi, M. (2020). Effect of e-leadership style,
organizational commitment and service quality towards indonesian school performance. Syst. Rev. Pharm, 11, 472-481. Retrieved
from:  https://www.sysrevpharm.org/articles/effect-of-eleadership-style-organizational-commitment-and-service-quality-towards-
indonesian-school-performance.pdf [Retrieved on: 14" February, 2023]

[37].  Sirici, L., & MASLAKCI, A. (2020). Validity and reliability in quantitative research. Business & Management Studies: An
International Journal, 8(3), 2694-2726. Retrieved on 15™ February 2023 from: https://www.bmij.org/index.php/1/article/view/1540

[38].  Syakur, A, Susilo, T. A. B., Wike, W., & Ahmadi, R. (2020). Sustainability of communication, organizational culture, cooperation,
trust and leadership style for lecturer commitments in higher education. Budapest International Research and Critics Institute-
Journal (BIRCI-Journal), 3(2), 1325-1335. Retrieved from:
https://pdfs.semanticscholar.org/6c28/973e09¢1799465e5daafb55¢714bdc931e6¢.pdf [Retrieved on: 14" February, 2023]

[39]. Tarman, B., &Kilinc, E. (2022). Predicting high school students’ global civic engagement: A multiple regression analysis. The
Journal of Social Studies Research. Retrieved on 15" February 2023 from:
https://www.sciencedirect.com/science/article/pii/S0885985X22000158

[40]. Turhan, N. S. (2020). Karl Pearson's Chi-Square Tests. Educational Research and Reviews, 16(9), 575-580. Retrieved on 15"
February 2023 from: https://eric.ed.gov/?id=EJ1267545

[41]. Waldmann, P. (2019). On the use of the Pearson correlation coefficient for model evaluation in genome-wide prediction. Frontiers
in genetics, 10, 899. Retrieved on 15" February 2023 from: https://www:.frontiersin.org/articles/10.3389/fgene.2019.00899/full

[42]. Wang, Q. Q. Yu, S. C., Qi, X., Hu, Y. H., Zheng, W. J., Shi, J. X., & Yao, H. Y. (2019). Overview of logistic regression model
analysis and application. Zhonghuayu fang yixuezazhi [Chinese journal of preventive medicine], 53(9), 955-960. Retrieved on 15"
February 2023 from: https://europepmc.org/article/med/31474082

[43].  Weisburd, D., Wilson, D. B., Wooditch, A., Britt, C., Weisburd, D., Wilson, D. B., ... & Britt, C. (2022). Multiple regression.
Advanced Statistics in Criminology and Criminal Justice, 15-72. Retrieved on 15" February 2023 from:
https://link.springer.com/chapter/10.1007/978-3-030-67738-1_2

DOI: 10.9790/487X-2503040117 www.iosrjournals.org 15 | Page



C3-Confidential

Analysis of the Use of “Emotional Intelligence” For Improving Leadership Development

Appendices:

Appendix 1: Questionnaire
Questionnaire
1. What is your gender?
Male
Female
Prefer not to say
. What is your age group?
Between 25 to 30 years
Between 31 to 45 years
Between 46 to 50 years
Above 50 years
. What is your level of organisational experience?
Between 1-2 years
Between 3-5 years
. Above 5 years
4. The principal aspect of “emotional intelligence” in the workplace is associated with enhancing interpersonal
relationships.

e LW e e e o PDe o o

. Strongly disagree
. Disagree

. Neutral

. Agree

. Strongly agree

5. “Emotional intelligence” in workplace settings helps to evaluate non-verbal cues and modify behaviour
accordingly.

. Strongly disagree

. Disagree

) Neutral

. Agree

. Strongly agree

6. Leaders comprising of adequate levels of “emotional intelligence” acquire a greater amount of self-
management and have control over emotional grounds.

. Strongly disagree
. Disagree

. Neutral

. Agree

. Strongly agree

7. Employees having higher “emotional intelligence” have higher self-awareness, intrinsic motivation, empathy
and appropriate social skills.

. Strongly disagree
. Disagree

) Neutral

. Agree

. Strongly agree

8. The application of “emotional intelligence” enables leaders to build effective relationship management with
employees and boost their engagement.

. Strongly disagree
. Disagree

. Neutral

. Agree

. Strongly agree

9. Leadership development programs based on active usage of “emotional intelligence” aid leaders in positively
influencing workers.

. Strongly disagree

. Disagree
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o Neutral
. Agree
. Strongly agree

10. Leaders need to create a definite balance in “emotional intelligence” to gain optimum effectiveness from
employees and cater to leadership programs.

. Strongly disagree
. Disagree

. Neutral

. Agree

o Strongly agree
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